Working in a religion-based institution has some unique values compared to other institutions in general. These characteristics can be a distinguishing factor that influence employee performance between the two institutions that are interesting to be examined. This research focuses on analyzing the factors that influence the employee performance of Fundraising Division of the Dompet Dhuafa Amil Zakat Institution, e.g., the ability, effort, management support, internal division support, and program division support. The purposes of this research are 1) to analyze employee performance of the fundraising division; 2) to analyze factors that influence employee performance of the fundraising division and to compare the results with other institutions; and 3) to formulate the strategy to improve employee performance of the fundraising division. The data was collected using a structural questionnaire with the employee of the fundraising division as respondents. The data collected was then analyzed using descriptive analysis and Partial Least Square. The results indicate that the employee performance of the fundraising division was rated good. The effort factor, internal division support, and program division support have a significant positive effect on employee performance in the fundraising division. Leadership training, value internalization, and performance optimization are then selected as the strategies to increase employee performance of the fundraising division.
INTRODUCTION
Working in a religion-based institution is unique in terms of value because employees who work in a religionbased institution are given an afterlife motivation as they intended to help their religion. It proves that the employee performance who work in institutions can be linked to their religious motivation. However, employees who work in other institutions in general do not have religious motivation related to religion. Employees of the Fundraising Division of the Dompet Dhuafa Amil Zakat Institution (LAZ DD) is an example of a religionbased civil society organization (Non-Governmental Organization/NGO) that one of the fund sources are zakat funds. The employee performance of LAZ DD Fundraising Division can be seen through the amount of zakat funds collection, which is how large zakat funds that can be collected compared to its potential.
The potential of national zakat in 2011 reached 3.4% of total GDP or around 217 trillion rupiah, while in 2015, according to the research of the National Amil Zakat Agency (BAZNAS) the potential of zakat reached 286 trillion rupiah. Compared to the acquisition of zakat in 2015 which was only 3.7 trillion rupiah, the acquisition of zakat only reached 1.3% of the potential zakat which should be obtained by the zakat management institution (BAZNAS, 2017) . This is in line with Canggih's research (2017) which stated that the potential for realization increased along the years of 2011-2015, but the receipt of zakat was only less than 1%. The amount of acquisition and potential of zakat can be seen in Table 1 .
Based on the existing national zakat potential, the collection of zakat funds in LAZ DD in 2016 decreased from the previous year's acquisition. It is recorded that the acquisition of LAZ DD reached -5.2%, while in the same year the growth of national zakat reached 37.34%. In general, the growth of LAZ DD zakat management from 2012 to 2016 was still below the national growth average. The average growth of LAZ DD acquisition was 3.45%, while the national growth average was 23.1%. This value was still far from the annual growth target set by LAZ DD, which was 30%
In Table 2 , it can be seen that the collection of zakat funds from LAZ DD for the period of 2012-2016 experienced ups and downs each year and had not been able to exceed the growth rate of national zakat. The percentage of managed zakat growth by LAZ DD was still below the percentage growth of national zakat.
Muzakki activities that directly pay zakat to mustahik or through informal procedures are also reasonable because this is driven by the motivation of muzakki to pay zakat to informal institutions. Kasri (2013) found that the credibility of official institutions in terms of marketing and management is lacking. There is also the reason muzakki does not pay to zakat institutions as figured out by Siregar (2016) in his research on the problem of fundrasing. Siregar (2016) discovered that laws and regulations of zakat have not been implemented effectively, there are no professional human resources, administrative and financial systems that are still weak so they cannot carry out transparency and publication. As for the importance of zakat administration and in line with Siregar (2016) , Yasmin et al. (2013) and Adamu et al. (2016) stated the importance of administration in zakat and alms, but there is still enough space for LAZ DD to optimize the growth of its managed zakat because donors who have a high level of trust in institutions tend not to think of report problems as found in Yasmin et al. (2013) .
Meanwhile, if it is associated with data on the employee performance assessment of the Fundraising Division of LAZ DD in 2016, only a few employees got an A in their performance evaluation. Performance Assessment Data from Human Capital Dompet Dhuafa shows that the number of employees who got an assessment in category A was only 15 people or only 15.3%, while those who got an assessment in category C were 32 people or 32.65% and the most were category B with 51 people or 52%. The employee performance assessment of the fundraising division shows that employee performance was still not optimal and can still be optimized.
According to Mathis and Jackson (2011) there are 3 main factors that influence employee performance, these factors are: (1) the individual's ability to do the job, (2) the level of effort devoted, and (3) the organizational support. Several previous studies such as Damayanthy (2013) and Irawan (2016) used this theory to measure employee performance. This research also used the basis of Mathis and Jackson's theory with the development of aspects of organizational support. The development that is carried out is to see the organizational support as a whole, both vertically (management), horizontally (internal division), and program division support. The support of these three aspects is the renewal of this research. Several studies also mentioned the factors that influence performance significantly, those are: Employee Engagement (Wiseto 2016); Compensation, Leadership Style and Work Environment (Mandey and Lengkong, 2015; Syafei, 2016; Basri et al.2017) .
The purpose of this study are: to analyze the employee performance of Fundraising Division of LAZ DD according to the attitude of respondents; analyze the factors that influence the employee performance of Fundraising Division of LAZ DD and compare them with other institutions; and formulating the strategies of LAZ DD to improve the performance of the Fundraising Division. This research focuses on the analysis of the factors that influence the employee performance of the Fundraising Division of the Dompet Dhuafa Amil Zakat Institution namely the ability, effort, management support, internal division support, and program division support.
METHODS
The research approach was carried out through a survey method by distributing questionnaires conducted at LAZ DD, South Jakarta. Interviews were also conducted with the General Manager of the Fundraising Division to strengthen the results obtained. The time of research was conducted from February to November 2018.
The research population is LAZ DD fundraising division with the total of 98 people. The determination of sample size is done by using Cohen's (1992) approach in Haryono (2017) which considers statistical power and effect size. With the largest arrow that affects one construct is 5, for significance of 0.05 (5%) and minimum R2 of 0.50, the minimum sample size that must be taken is 45 people. Taking into account these minimum conditions, this research took a total sample of 50 people. The sampling technique is purposive sampling method. The use of this method is based on the intention of representing each position level in the Fundraising division from the General Manager level to the staff level.
Likert Scale is used to measure variables or constructs based on the subjects to express their agreement, this method is known as summated scale or a scale that is summed (Ghozali, 2011) . According to Sekaran (2011) the Likert Scale is designed to examine how strongly subjects agree or disagree with statements on a 5-point scale. In this research, the respondents gave their assessment on a number that fits their experience by the criteria score 1 = Very Bad, 2 = Not Good, 3 = Fairly Good, 4 = Good, and 5 = Very Good. Descriptive statistical analysis is used to interpret existing data easily as stated by Saefuddin et al. (2009) that the data description is an attempt to display data so that the data can be presented properly and interpreted easily. This is strengthen by Setiawan et al. (2017) who said that descriptive statistical methods discuss the collection, summarizing, measuring, centralizing, distributing data in order to be able to present data into a useful and more understood information. The assessment of this analysis by looking at the median of the measures used to measure the attitude of respondents using a Likert Scale. The median value is used in analyzing this research data because by looking at the median, the distribution of data values can be well known. In the descriptive analysis of this research, the value of 1 (one) for the median means "Very Poor" (STB), the value of 2 (two) means "Not Good" (TB), the value of 3 (three) means "Good enough" (CB) , the value of 4 (four) means "Good" (B), and the value of 5 (five) means "Very Good" (SB). Besides, PLS is a useful tool in exploitative research (Nitzl et al. 2016) , and is often used as the first stage in the development of theory (Richter et al. 2014) . The thing that needs to be considered in using PLS is that the GOF index is not suitable for validating the model (Hanseler and Sarstedt, 2012) .
This research used Partial Least Squares Structural
In general, PLS-SEM aims to test predictive relationships between constructs by looking at whether there is a relationship or influence between the constructs. The logical consequence of using PLS-SEM is that testing can be done without a strong theoretical basis, ignoring some assumptions (non-parametric) and the accuracy parameters of the prediction model seen from the coefficient of determination (R2). PLS-SEM is very suitable to be used in research aimed at developing theory (Haryono, 2017) .
Mathis and Jackson (2011) performance theory and several previous research reviews are the basis of the operational framework of variables in this research. There are 6 variables to be examined, namely: ability, effort, internal support of Fundraising Division, management support, program division support and employee performance. Employee performance factor is dependent variable, while others are independent variables.
The effort factor is reflected by motivation, work ethics, attendance, and assignment design. The ability factor is reflected by skills, interests, knowledge, educational background, and work experience. The internal support factor of the fundraising division is reflected by tools and technology, performance standards, coworkers, leadership, and work environment. The management support factor is reflected by training and development, management, and reward systems. The factor of program division support is reflected by the performance of the program division as well as reports and empowerment socialization. While the employee performance factor is reflected by the quality of work, punctuality, initiative, capability, and communication.
Based on the background, research problems, research objectives, literature review, and the theoretical framework that has been formulated above, this research determines five temporary answers (hypotheses), as follows:
H1a : The Capability Factor significantly influences the employee performance of 
RESULTS

Employee Performance Analysis
Based on the respondent's assessment, the respondents' performance is generally considered good, this can be seen from the median score of 4 with a good category (B). This can be seen from the attitude of the respondents regarding the Quality of Work, Initiative and Communication which is considered good. This performance score with a good category is in accordance with performance assessment data carried out by HRD DD. One thing that attracts attention is in one indicator of timeliness, that is, planned activities have a low median value, which is 2 with a bad category (TB).
Attitudes of respondents to their performance in Table  3 .
Factors Affecting Employee Performance
In the SEM-PLS method, the initial step is to test the validity of the measurement model (outer model) by testing convergent validity, discriminant validity and reliability analysis. Convergent validity of the measurement model with reflexive indicators can be seen from the correlation between item/indicator scores and the construct score. Individual indicator is considered reliable if it has a correlation value above 0.70. However, in the scale development research level, loading 0.50 to 0.60 is still acceptable by looking at the output of the correlation between the indicator and the construct (Ghozali, 2011) . The results of processing data show all loading factors > 0.5 and are in the range of 0.502 -0.848. The complete results can be seen in Table 4 . The discriminant validity of the reflexive indicator can be seen from the cross loading between the indicator and the construct. Indicators whose correlation values are greater in the construct indicate that latent constructs predict indicators on their blocks better than other block of indicators (Ghozali, 2011) . The results show the value of cross loading on the variable is greater than the correlation with other variables and the value is > 0.5. This shows the indicator on that variable reflects the latent variable. The complete results can be seen in Table 5 .
This reliability analysis aims to prove the accuracy, consistency and accuracy of the instrument in measuring the construct. This analysis can be done in two ways, namely Alpha Cronbach and Composite Reliability, where both values must be greater than 0.60. Table 6 shows the results of the reliability test on the model.
After doing the evaluation of the measurement model, the next step is to test the structural model. There are several criteria in evaluating structural models, namely the coefficient of determination (R-square), and the value of the path coefficient itself (Surienty et al. 2013 ). R-square and path analysis indicate how well the data supports the proposed hypothesis. R-square is also used to see the extent to which exogenous variables are able to explain the diversity of the dependent variables. The value of R-squares of 0.75 concludes that the model is strong, 0.50 as a moderate model, and 0.25 as a weak model (Latan and Ghozali, 2012) . As can be seen from Figure 1 , the R-square in this research is 0.690 which can be interpreted as a moderate model.
As for the other factors that affect Performance and the Zero Hypothesis (H0) that are rejected are the Program Division Support Factors which have t-statistics above t count (3.768> 1.65) and p values below 0.1 (0.000 <0.1) so H0 is rejected or the Factor of Program Division support significantly affects the employee performance of Fundraising division. The second factor that influences Performance is the Internal Support Factor of the Fundraising Division which has t-statistics above t count (1.784> 1.65) and p value below 0.1 (0.075 <0.1) so H0 is rejected or the Internal Support Factor of the Fundraising Division significantly influences the employee performance of the Fundraising Division. The third factor that influences Performance is the Effort Factor which has t-statistics above t count (2.191> 1.65) and p value below 0.1 (0.029 <0.1) so H0 is rejected or Effort Factors significantly affect employee performance of Fundraising division. Then from the three factors that have a significant effect has a positive effect (positive path coefficient), which means that if the Program Division Support, Internal Support of Fundraising Division and Effort factors increase, the performance will also improve. As shown in Table 7 . Motivation is significant in improving performance because the motivation that comes within the employees becomes an encouragement to work better, as found by Iqbal et al. (2013) that motivation as a moderator positively influences the relationship between employee performance and performance assessment. The professionalism attitudes of employees in working shows the sincerity of employees in working or show totality in work. Likewise, the Draft Tasks which is made by the employees in achieving targets are also one of the proofs in showing the totality in working.
The second influential factor is the support of the program division. The form of program division support is in terms of program performance and reports as well as socialization. Muzakki or donors will see how well the program performance and reports. A good program performance will encourage and influence muzakki in the fundraising process (Abidah, 2016) .
The third influential factor is the internal support of the Fundraising division, one of which is related to leadership in the Fundraising division. This is in accordance with the findings of Renard and Snelgar (2016) that the employee performance of non-profit organizations must be encouraged by their managers to achieve the highest level of desire of the employees, including the level of the organization. Empowering the non-profit employees can be achieved by ensuring that they know and understand the vision, mission, values, culture, objectives and business model of the organization and facilitate independent development.
As for the factors that influence performance in other institutions are reflected in the following studies, among others are: Mandey et al. (2015) in his research found that Compensation, Leadership Style and Work Environment have a simultaneous effect. In line with the study of Mandey et al. (2015) , Syafei (2016) in his research revealed that Organizational Culture, Motivation, Leadership had an influence on the performance and the highest influence was the Leadership factor. Basri et al. (2017) also stated that employee performance is influenced by leadership style.
Leadership and motivation factors in other institutions have similarities in terms of influence on performance, however compensation factors and work environment in Fundrasing division of LZ DD have no influence on performance because employees know that LAZ DD is a social-religious institution so they don't think about compensation and work environment.
A similar thing also found by Zhu et al. (2016) that the support of Boards of Director (BoD)/ Directors is significant in shaping employee performance to be better. Moreover, the involvement of the Board of Directors in determining the formation of organizational strategy will trigger innovation and employee performance. The same thing was revealed by Setyaningrum et al. (2017) , that is organizational commitment and trust affect employee performance. However, this is different from the findings in LAZ DD, in the Fundraising division, the Management support did not have a significant effect in improving Fundraising employee performance because it did not come into direct contact with employees in the field.
The interesting part in improving performance is the company's efforts to create programs that involve employees in activities related to Corporate Social Responsibility (CSR). A study by Knox (2018) states that programs run by companies specifically related to aspects of CSR affect the employee performance of the company. As it is known that the activities and programs in LAZ DD are all social so LAZ DD employees are expected to have good performance because of their work motivation in the social field.
Strategy for Improving Employee Performance
Based on Figure 2 , there are various recommendations of managerial strategy that can be given to DD management in an effort to improve the employee performance of Fundraising division. This recommendation only focuses on the High Priority quadrant and on the area above the diagonal (45 o ), because the indicators in the area have a big influence on employee performance in the fundraising division and low attitude values. In this area there are 5 (five) indicators, namely PM2, EK3, DP1, DP3, and DP4. In detail PM2 is one of the leadership indicators that looks at the respondents' attitude to leaders who have longterm plans and can explain the plan to his subordinates. EK3 is one indicator of Work Ethics that looks at the of respondents' professionalism in working. DP1 is one of the indicators of Program Performance that look at the respondents' attitudes to the increasing number of Zakat recipients (mustahik) each year. DP3 is one of the program performance indicators who looks at respondents' attitudes to the interesting programs. Then DP4 is one of the Program Performance indicators that look at the respondents' attitude of to the increase number of mustahik who become muzakki.
As for the recommendations that can be made by the Dompet Dhuafa management to improve the employee performance of the Fundrasing division are:
Making Leadership Training for leaders
At the moment the supervisor is still lacking in terms of long-term planning and can not deliver planning to his subordinates, this will cause problems on the communication of important matters such as fundraising strategies which is needed to achieve the targets set by the institution. In addition to the training on making strategic planning, leaders also need to be equipped with a good leadership methods. Moreover, training interventions still have a positive and strong impact in improving employee performance (Budiningsih et al. 2017 ).
Internalize the values of Dompet Dhuafa
Dompet Dhuafa (DD) has values that are adopted, among others are: Islamic, Universal, Caring, Innovative, Responsive, Trustful, and Professional. The seven values adopted by DD are abbreviated as INSPIRASI. The internalization of DD values is expected to increase the professionalism of employees and maintain teamwork. Internalization of values can be done by training, thematic studies, putting up pictures on the wall, making easy and memorable march, and etc. Institutional values are important for improving employee performance as found by Tang et al. (2016) who carried out a case study on supervisor level workers in China and Taiwan, Tang et al. (2016) revealed that organizational value became a mediating variable on employee performance. The higher the value of the organization, the more positive the employee performance will be.
Maintain and improve the Performance of the LAZ DD Program Division
in order to provide factual evidence of the benefits of zakat to the community and have an impact on public awareness to give charity to the poor or giving Zakat at formal institutions such as LAZ DD, as found by Anwar (2012) . Nowadays, the performance of DD program division is good, maintaining and improving the performance of the division of the program will help the employee of Fundraising Division to achieve the targets set. As for the performance of the program division in question is: increasing the number of Zakat recipients, increasing the distribution of the benefits, making programs that attract muzakki/donors, and increasing the number of mustahik that become muzakki. 
Managerial Implications
Several important things that can be done by management of Dompet Dhuafa to help improving the employee performance of Fundraising division are as follows: 1) Internalization efforts starting from the level Board of Directors in the form of direction at each meeting, becoming role models in everyday life and policies decided, all cannot be separated from the value of Dompet Dhuafa; 2) The Human Capital Division evaluates employees (assessment) related to leadership that is needed to improve employee performance and then carry out leadership training for managerial levels; 3) Appreciation for the achievement of employee performance both in the Fundraising and Program division is done by the management of DD in the form of policies so the employees are motivated to improve their performance.
CONCLUSIONS AND RECOMMENDATIONS
Conclusions
Based on the results of the research analysis that has been conducted, it can be concluded several things, among others: The respondents' attitude related to employee performance is categorized as Good. As for the factors that influence the performance of the Fundraising division are: Internal Support of the Fundraising Division, Effort Factors, and Program Division Support. Furthermore, the relationship between the three of them to performance is positive. The factors that have the greatest influence sequentially seen from the path coefficient are Efforts, Program Division Support and Internal Support of Fundraising Division. Subsequently, the strategy of LAZ DD to improve the employee performance of Fundraising division is by making leadership training for leaders, time management training for employees, internalizing the values of DD, and providing device and technology to work in good conditions, as well as maintaining and improving the performance of Program division.
Recommendations
Some suggestions that can be given based on the results of this study are as follows: The management of DD must focus more on improving leadership capacity because the research results prove that leadership indicators have a large loading factors and value of attitudes toward indicators is low. A large loading factor indicate the significance of indicators in affecting the employee performance of Fundraising division. This research is limited to the study of the employee performance of the fundraising division at LAZ DD only. It is suggested for future researcher to conduct a study about the performance of Fundraising division in other institutions in order to be more sure of what factors that can influence the zakat institution in improving the performance of its employees. Efforts to improve the employee performance of the Fundraising division need to be examine from the other side of management to find the right formula in improving the performance of the Fundraising division in more comprehensive way.
